Introduction
Downsizing is a systematic effort by the company to reduce the amount of labor in order to improve the efficiency and performance (Appelbaum, et al, 1987 (Appelbaum, et al, , 1999 , but some researchers define it in a way that is slightly different (McKinley et al, 2000; Cascio & Wynn, 2004) . It is defined by Tsai & Yen (2008) by using the term downsizing, organization downsizing, business downsizing; reorganization, right-sizing, de-layering, restructuring, redundancy, rationalization, redesigning, revitalization etc. Which is essentially a series of managerial actions taken by the company that aims to adjust to changes in the environment, overcoming the difficulties of management, increase efficiency, improve productivity and competitiveness (Tsai & Yen, 2008) . In streamlining the way used include cost reduction, restructuring and workforce reduction (employees). Of the three ways, the most important way, and as a last resort is a reduction in workforce. Robbins (1994) stated that downsizing is an organizational downsizing efforts or reduce the size of the organization by reducing the number of vertical levels. While Cascio (1993) states that the downsizing as a step to reduce the number of middle managers, expanding the range of organization control and encourage the delegation of authority. Thus downsizing refers to the planned elimination of positions or jobs.
Downsizing is a common euphemism referring to the purpose of reducing the size and cost of operating companies as well as by way of reducing the number of employees. For employees, downsizing can be very frightening and upsetting. This means that downsizing is necessary for management on the one side in a particular state, but so downsizing can also be a negative impact on organizational commitment (Theissen, 2004 ; Lee & Corbett, 2006; Ericson & Roloff, 2007) which is manifested in the form of underperformance (Lee & Corbett, 2006) . Decreasing organizational commitment can also have an impact on the rising levels of absenteeism and decreased productivity (Meyer et al, 1997; Lamsa & Savolainen, 2000) . In addition to giving effect to the commitment, downsizing can also impact the performance of the organization or company (eg  Stassen et Turknett (2009) in an article titled Revitalization after downsizing: A Briefing for Leaders, stated that the leaders of the post-downsizing should be able to provide an assessment of the remaining employees, have a clear knowledge on every mood, giving the commitment, energy, morale, etc. Such knowledge is essential for planning interventions that will produce the desired culture. Work to improve security, not by promising a job, but by providing information, increasing engagement, helping people be responsible for themselves including responsible for their own careers.
Transformational leadership is a leadership approach that builds awareness about the importance of the value of their subordinates and the work of their task (Bass, 1985) . Furthermore, transformational leaders are also making efforts to change awareness increase, excite and inspire subordinates or members of the organization to spend extra effort in achieving organizational goals, without feeling pressured or stressed. That leadership is needed to bridge the interests of the organization to the employees, so that downsizing is expected to be implemented as planned. Based on these descriptions can be said that transformational leadership will have a positive influence on organizational climate (McMurray, et al, 2010) as well as on employee performance (Sandbakken, 2006 
II.
Theory Frame Work Downsizing, Organizational Climate, Organizational Commitment and Employee Performance The existence of downsizing will occur less conducive working atmosphere, because the employee was filled with anxiety due to the lack of certainty about the continuity of work in the future. This happens to employees who survived downsizing (survivors) that may affect their performance. Thus the first hypothesis can be formulated as follows H1: Downsizing has a significant negative effect on organizational climate. The existence of downsizing will bring apathy as a result of changes in psychological contracts, and can lead to decrease in organizational commitment (Theissen, 2004 ; Lee & Corbett, 2006; Ericson & Roloff, 2007) . Downsizing also results in delays long-term commitment (Hitt et al., 1994) . The decline in organizational commitment can have an impact on the rising levels of absenteeism and decreased productivity (Meyer et al, 1997; Lamsa & Savolainen, 2000) . Thus the second hypothesis can be formulated as follows. H2: Downsizing has a significant negative effect on organizational commitment Downsizing estimated to be the major cause of declining employee performance (Cameron et al., 1991) . With the downsizing, the work that should be done by some people after any downsizing it must be done alone. H3: Downsizing has a significant negative effect on the performance of employees Transformational leadership can influence on organizational commitment (Ramachandran & Krishnan, 2009 ). Due to the transformational leadership, leaders will develop/empower people by creating an enabling environment, then also stimulate people to be creative and innovative to search through the assumptions, the formulation of the problem, and the adjustment of the old situation in a new way, in addition to the leader behaves in a way to motivate parties-those around them by providing meaning and challenge to subordinate then act as a role model H6: Transformational leadership has a significant positive effect on employee performance
Downsizing and Transformational Leadership
Downsizing is done mainly in order to efficiency but in practice it often doesn't get the expected results (Cascio et. al., 1997) . Therefore, if needs of a form of leadership that will support the implementation of downsizing (Turknett, 2009 
III. Methods
The research was conducted in PT. Pindad Indonesia. Number of quetionnaires that were colleted were 96 respondents from 2.014 employee who have experienced downsizing. The research was using Generalized Structured Component Analysis (GSCA) using GeSCA software online.
Measurement of research constructs (unobserved variables) performed through reflective indicator measurement scale using a Likert Scale technique. Downsizing construct adopt Robbins (1994) , Cascio (1993) and Tsai Yen (2008) 
IV. Analysis and Result Model Measurement (Outer Model)
This model specifies the relationship between the latent variable indicators or it can be said that the outer model defines how each indicator relates to the latent variables. Test conducted on the outer models include.
Convergent Validity
Convergent validity value is the value of loading factor on the latent variable indicators. The expected value of > 0.7 and significant. In table 1 shows that value convergent validity on each indicator. 
Discriminant Validity
Discriminant validity test is used to see whether a specific indicator of the latent variable is completely different from indicators of other latent variables, so that the indicator is really worthy to explain the latent variables. Discriminant validity test is done by looking at the root of the average variance extraced value (AVE) for each latent construct and compare it with the correlation between the constructs. If the root of the AVE value of each construct was greater than the value of the correlation between the construct with other constructs in the model, then it is said adequate discriminant validity. To determine the discriminant validity of the test results in this study, can be seen in the following table: Table 2 shows that the value of the entire construct AVE greater than 0.5, so it can be concluded that the entire construct is a good model, so that all the constructs in the model has adequate discriminant validity.
Composite Reliability
The third part of the outer model is composite reliability. Composite reliability showed the reliability values between blocks of indicators that established the constructs. Constructs expressed either reliable or if the value of composite reliability and Cronbach alpha above 0.7. Below is a table of the results of the reliability of the composite output GSCA: Tests showed FIT model fit was 0.529, so we can conclude that research model is able to explain about 52.9% variation in the data. Furthermore, both GFI and SRMR values indicate a good level of overall model fit or model fit both the GFI = 0.999 and SRMR = 0.077 (GFI> 0.90 and SRMR close to zero) Hypothesis Testing Inner estimation results for the model the direct effect of downsizing on transformational leadership is 0.805 and shows the value of CR was 29.27*, which means it shows that the direct effect of downsizing on transfomasional leadership is positive and significant.
Inner estimation results for the model the direct effect of downsizing on organizational climate at -0.120 and showed the value of CR was 0.72, which showed that the direct effect of downsizing on organizational climate is negative and not significant.
Inner estimation results for the model the direct effect of downsizing on employee performance at -0.175 showed the value of CR was 1.36, so it shows that the direct effect of downsizing on employee performance is negative and not significant.
Inner estimation results for the model the direct effect of downsizing on organizational commitment at -0.047 showed CR value was 0.4, which shows that the direct effect of downsizing on organizational commitment is negative and not significant.
Inner estimation results for the model the direct effect of transformational leadership on organizational climate at 0.870 shows the value of CR at 7.47*, which shows that the direct effect of transformational leadership on organizational climate is positive and significant.
Inner estimation results for the model the direct effect of transformational leadership on organizational commitment at 0.467 shows the value of CR at 2.22*, which shows that the direct effect of transformational leadership on organizational commitment is positive and significant
Inner estimation results for the model the direct effect of transformational leadership on employee performance at 0.329 showed the value of CR at 1.43, so it shows that the direct effect of transformational leadership on employee performance is positive and not significant.
Inner estimation results for the model the direct influence of organizational climate on organizational commitment at 0.358 shows the CR value at 2.2*, which shows that the direct effect of organizational climate on organizational commitment is positive and significant.
Inner estimation results for the model the direct influence of organizational climate on employee performance was 0.258 showed CR value was 1.82, which shows the direct influence of organizational climate on employee performance is positive and not significant.
Inner estimation results for the model the direct effect of organizational commitment on employee performance was 0.295 showed the value of CR was 2.05*, which shows that the direct effect of organizational commitment on employee performance is positive and significant. Hypothesis testing of that indirect effect can use the Sobel formula, as follows:
  a = b1 to b2 b = b2 to b3 Sa = standard error b1 to b2 Sb = standard error b2 to b3 Then to test the significance of the indirect effect, it is necessary to calculate the value of t from the ab coefficient as follows: Sab ab t  ab = (b1 to b2) * (b2 to b3) The results of the calculation for the indirect effect and the value of t are as follows: Indirect effect coefficient between downsizing on the climate of the organization through leadership transfomasional was 0.700, then it can be seen the value of t-statistics was 7.270, where the value is greater than t-table 1.985 (n = 96, α = 5%), suggesting an indirect effect downsizing of organizational climate through transformational leadership is significant.
Indirect effect coefficient between downsizing on organizational commitment through leadership transfomasional was 0.376, then it can be seen the value of t-statistics was 2.216, where the value is greater than The Effect of Downsizing on Transformational Leadership, Organizational Climate… www.iosrjournals.org 38 | Page t-table 1.985 (n = 96, α = 5%), suggesting an indirect effect downsizing on organizational commitment through transformational leadership is significant. Indirect effect coefficient between downsizing on employee performance through leadership transfomasional was 0.265, then it can be seen the value of t-statistics was 1.428, where the value is smaller than t-table 1.985 (n = 96, α = 5%), suggesting an indirect effect downsizing on employee performance through transformational leadership is not significant.
Indirect effect coefficient between downsizing on employee performance through organizational climate at -0.031, then it can be seen the value of t-statistics at -0.596, where the value is smaller than t-table 1.985 (n = 96, α = 5%), indicating the indirect influence downsizing on employee performance through organizational climate is not significant.
Indirect effect coefficient between downsizing on employee performance through organizational climate at -0.043, then it can be seen the value of t-statistics at -0.627, where the value is smaller than t-table 1.985 (n = 96, α = 5%), indicating the indirect influence downsizing on organizational commitment through organizational climate is not significant.
Indirect effect coefficient between downsizing on employee performance through organizational commitment at -0.014, then it can be seen the value of t-statistics at -0.353, where the value is smaller than ttable 1.985 (n = 96, α = 5%), indicating that indirect effect of downsizing on employee performance through organizational commitment is not significant.
Indirect effect coefficient between transformational leadership on organizational commitment through organizational climate was 0.311, then it can be seen the value of t-statistics at 2.091, where the value is greater than t-table 1.985 (n = 96, α = 5%), indicating that indirect effect of transformational leadership to organizational commitment through organizational climate is significant Indirect effect coefficient between transformational leadership on employee performance through organizational climate was 0.224, then it can be seen the value of t-statistics was 1.763, where the value is smaller than t-table 1.985 (n = 96, α = 5%), indicating that indirect effect transformational leadership on employee performance through organizational climate is not significant.
Indirect effect coefficient between transformational leadership on employee performance through organizational commitment at 0.138, then it can be seen the value of t-statistics at 1.431, where the value is smaller than t-table 1.985 (n = 96, α = 5%), indicating that indirect effect transformational leadership on employee performance through organizational commitment was not significant Indirect effect coefficient between organizational climate to employee performance through organizational commitment was 0.106, then it can be seen the value of t-statistics was 0.690, where the value is smaller than t-table 1.985 (n = 96, α = 5%), indicating that indirect effect organizational climate to employee performance through organizational commitment is not significant.
V.

Conclusions and Discussion
The result showed the fact that downsizing had a negative impact on organizational climate, organizational commitment and employee performance, eventhough unsignificant. The negative impact of downsizing can be minimized through transformational leadership role.
Transformational leadership has an important and decisive role in mediating the effects of downsizing on organizational climate, organizational commitment and employee performance. Thus, in managing downsizing need to use the important role of transformational leadership to optimize the achievement of organizational goals. In addition, transformational leadership in this study is a new thing that has not been previously studied mainly associated with downsizing.
Organizational climate is a variable that is susceptible to both positive and negative influences. When downsizing occurs organizational climate variables have the greatest negative effect as well as to the transformational leadership also has the greatest influence, be a positive influence. Thus, when there is downsizing, leaders need to pay attention to this variable. Because it can become opportunities and threats in achieving the objectives for the implementation of downsizing.
Implication for management
Application of downsizing will be more effective if it is supported by practices of transformational leadership that is able to build a conducive organizational climate and be able to improve organizational commitment. Prominent indicators of transformational leadership is effective communication between employees and supervisors.
